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Abstract. This study aims to analyze the effect of change communication on
worker’s resistance to change mediated by perceived organizational justice, in a
manufacturing company in Indonesia. This company has been undergoing
organizational change for the past two years. Data from 260 respondents were
collected using survey method and then analyzed with Structural Equation
Modeling (SEM). The result showed that change communication has negative
and significant effect on resistance to change and positive and significant effect
on perceived organizational justice. Moreover, perceived organizational justice
has negative and significant effect on resistance to change, and the effect of
communication on resistance to change is partially mediated by perceived
organizational justice. This research corroborates the previous research that
states change communication and organizational justice play an important role in
minimizing resistance to change.
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1. Introduction

In today’s 4.0 industrial era, organization is often challenge with the necessity to implement a new
system and technology in which at the end change the way business process was done. This
necessity is driven by the pressure to become more efficient, agile, and also competitive. As the
consequences, organization needs to conduct series of organizational change processes effectively,
in order to improve its business processes and finally increase the organizational performance.

In addition to that, the change is one of the most critical aspects in creating more effective
management. [1] Organization which does not have the capability to change, will be decline
gradually and finally peril from the market.[2]

Organizational change process is not an easy thing to do. It needs commitment from the top-
level management, and also full support from all the organization members. It is not rare that the
organizational change process fails. Some of the main causes for failure in organizational change
include lack of top level management support, unclear vision, mission and tactical plan,
technological difficulties in supporting the change, lack of financial resources and the most crucial
is unable to resolve problems related to human resources or individuals in the organization [3];

[4]

SU-AFBE 2018, December 06, Jakarta, Indonesia
Copyright © 2019 EAI
DOI 10.4108/eai.6-12-2018.2286328


mailto:ayuaprilianti@gmail.com

Among the problems causing the failure of change in the organization, individuals or workers are
often referred to as the most influential one. This statement is highlighted by Madsen, John, and
Miller [5] who proposed that organizational change interventions will not be succeed unless the
individuals within the organization also change.

Oreg [6] stated that each individual shows a different response to change. There are some
individuals who will give a positive response toward the change process, while others show the
opposite. In other words, there are two possible individual attitudes in dealing with changes in the
organization. Moreover, the individual can accept the change process that occur in the organization
or reject it and becoming resistance to change.

Saruhan [7]states that the most common obstacle to successful organizational change is the
resistance of worker in the organization. Resistance to change is a negative emotional or
behavioral response to changes in work routines which is real or imaginative [4].

There are several aspects or factors which can cause individuals in an organization accept or
resistant to change. If the change leader cannot comprehend the situation, manage employee
resistance and then alter it into commitment, the organizational change process will be at risk. This
condition calls numerous researchers to investigates factors that can cause individuals resistance to
change.

Hussey [1]stated that one of the factors which can minimize resistance to chance is
communication, while Raina [8] stated that communication is a process which plays a central role
in determining organizational success or failure. These statements were also supported by Klonek,
Kauffeld and Lehmann-Wilenbrock [9]who stated that an effective change communication plays
an important role in organizational change process. Effective communication can help individuals
to understand the logic of the change process that includes what, why, when, who, how, and also
what’s in it for me.

In addition to communication, previous resource also found that there are other factors which
can affect individual resistance to change. One of the factors is perceived organizational justice.
Krause [10] stated that perceived organizational justice is one of the factors that can affect
workers’ readiness as well as resistance to change. Cobb, Folger, and Wooten [11] found that a
positive perception of organizational justice during the process of change will lead to
organizational commitment, trust, and willingness to accept the change.

Organizational justice is the overall perception of what is fair in the organization.
Organizational justice is divided into three dimensions; distributive, procedural and interactional
justice. Distributive justice relates to employee’s perception about the fairness in the process of
resolving dispute and allocating resources. Procedural justice is defined as the fairness in the
process that leads to outcomes, while interactional justice refers to the treatment that an individual
receives as decisions are made and delivering the news with sensitivity and respect [2]; [12]

Individual react to actions and decisions made by organizations/management day bay day. An
individual’s perception whether these decisions as fair or unfair can influence the individual’s
subsequent attitudes and behaviors. Jones and Martens [5]stated that that there will be a strong
desire to change within the employees if the employee feels justice in the organization.

This study aims to investigate the role of effective change communication and perceived
organizational justice in minimizing resistance to change. Additionally, this study also aims to
investigate the role of organizational justice as the mediator in the relationship between change
communication and resistance to change in Indonesia context. Previous research about
organizational change, specifically resistance to change, mostly conducted in western culture
which according to Hofstede adopt more individualistic as well as low power distance value. On
the contrary, Indonesian people, as most of Asian country in majority adopt more collectivist as



well as high power distance values. This value difference raised questions whether the research
model is also applicable in Indonesian context.

This study was conducted in a manufacturing company located in Jakarta and West Java,
Indonesia, which are undergoing organizational change. Due to fierce competition and
technological advancement, this company needs to implement new IT system and adopt new
technology in production to increase performance.

Three research questions which are going to be answered through this research are:

1) Does change communication have positive significant effect on workers’ resistance to
change?

2) Does change communication have positive and significant effect on perceive organizational
justice?

3) Does perceived organizational justice have positive and significant effect on worker’s
res]’stance to change?

4) Does perceived organizational justice mediates the relationship between change
communication and workers’ resistance to change

2. Literature Review

Change can be defined as doing things in a new way as a result of technological advancement,
invention of a new systems, following new management procedures, or reorganizing [13];
[14]state that the individual's resistance to change is one of the causes of organizational change
failure. Moreover, Palmer, Dunford & Akin [13]described two types of change resistance; active
and passive.

The active resistance to change is characterized by frequent organizational members criticizing,
making mistakes, mocking, feeling afraid, using facts selectively, blaming, damaging, frightening/
threatening, changing facts, obstructing, initiating rumors and opposing the change process,
change leader, change goals in particular as well as organization. Meanwhile, the passive
resistance to change is characterized by agreeing verbally but not following the changes, failing to
implement the changes, procrastinating in doing something, ignoring, hiding (information, advice,
help, support) and following changes which lead to failure.

Palmer, Dunford,& Akin [15]also states that more than one factor can lead to resistance to
change. Some of the factors are individual dispositional characteristic, there are some people who
do not like change, feel uncomfortable with uncertainty, have negative perceptions on the
consequences of change, want to maintain the old culture, power conflict, lack of confidence in
one’s own ability to change, the belief that changes are not in line with the members of the
organization, and members of the organization do not agree with the way changes are made.

Kreitner and Kinicki [4] describe resistance to change as an emotional response or negative
behavior towards changes in work routines which is real or imaginative. While Oreg [6]states that
resistance to change refers to the tendency of individuals to prevent change with actions that show
how he/her rejects the change. He also added that change will affect every aspect of an individual's
life. However, the response of each individual will be different, some of them will accept the
change process and actively participate to help the change succeed, while other will avoid or event
reject the changes. [16] According to Oreg [6] resistance to change consists of four dimensions,
which are; (a) routine seeking behavior, in which organizational change is seen as routine
disruption or opportunity to increase stimulation. When an individual faces a new stimulation,
such a thing that may be not in line with their situation which leads to stress. (b) emotional
reaction which is the amount of individual’s stress and worries in facing changes. For example,
when an organizational member considers a change decrease their control on their own life,



therefore the individual will be stressed and tend to reject the changes. (c) short term focus, in
which in term of the initial change aspect mostly involves more duties and energy instead of
maintaining the status quo, therefore some workers will reject the changes [5]), even though each
individual has the probability to support certain changes, and lastly (d) cognitive rigidity, some
researchers have studied the cognitive process which is the basis of someone to give response on
an organizational change. Such thing determines how a worker process information about changes
and determine how they should react. A stiff and close-minded worker tend to less willing and less
capable in adapting to the new situation.

Communication is a process in which information is transmitted and understood between two
or more people [16] Communication aims to control, motivate, deliver expressions as well as
emotions, and provide information [2]; [8]states that communication is a process which plays a
central role in determining which organization will be succeed or fail. Postmes, Tanis, &De Wit
[17] state that there are two types of communication, based on the direction. They are vertical and
horizontal communication. vertical communication helps the management define an organization,
and thus it can strengthen the definition of the workers’ existence in the organization. Vertical
communication is divided into two directions which are downward communication and upward
communication. Downward vertical communication is communication which flows from one level
of a group to the lower level. Furthermore, the second type which is upward vertical
communication is a communication which flows from the lower level to the higher or upper level.

In addition to vertical communication, [7]states that horizontal communication occurs between
members of the same group. Horizontal communication is a message conveyed between
individuals in the same organizational level [18]Horizontal communication in an organization
occurs during the staff meetings, information presentation and shift turnover [19]

Organizational justice reflects how each individual feels that they are treated fairly in the
workplace [4]; Additionally, [20]mentions that organizational justice focus on the impact of
managerial decision making, perceived quality, the effect of justice, the relationship between
individual and situational factors and explains perceptions of individual justice in the organization.
The perception of organizational justice has four dimensions; distributive justice, procedural
justice, and interactional justice. Interactional justice is divided into two; informational justice and
interpersonal justice [20]

3. Research Model

This study’s research model replicate the model developed by Saruhan [7] The research model
illustrates how organizational justices mediates the effect of communication on workers’ resistance
to change. This model was developed base on the model of change recipient reaction to
organizational change that was developed by dynamic of resistance to change framework which
was developed by Oreg, Vakolla and Armenakis [21] That model suggests that communication
and organizational justices are the two variables on the process aspects of change that have
important role in affecting resistance to change.
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Fig. 1. Research Model [7]

4. Research Hypothesis

Bovee [7], Thill and Schatzman [22] stated that cooperation and interpersonal relationship occur
more easily with good communication and appropriate social interaction. Furthermore, this can
help organization to reduce anxiety and uncertainty felt by the workers about the results of the
change implementation. McShane and VonGlinow [16]also stated that the existence of honest
communication which frequently happens is the first priority and strategy needed in organizational
change. In addition, several studies have shown a positive relationship between employee
communication and support for change efforts [7]. Thus, based on the explanation above, we
develop hypothesis 1 as follow:

H1: Communication negatively affects the resistance on changes.

Saruhan [7]states that to yield a successful change effort, communication should also be conducted
to improve workers’ perceptions of justice in the organization. Some empirical studies also
emphasize the importance of communication in the perception of justice. This is aligned with
Kilbourne et al. [23]who stated that the amount of information provided by an organization to its
worker will affect the employees' perceptions of organizational justice. Based on this, the
hypothesis we developed hypothesis 2 which is:

H2: Communication positively affects the perception of organizational justice.

Jones and Martens [5]stated that there will be a strong desire to change in an individual if the
individual gets organizational justice. Employees who perceive the existence of organizational
justice tend to be better in dealing the changes [24]; [24]also mention that the existence of a
positive perception of organizational justice during the change process will lead to organizational
commitment, trust, and willingness to accept change. Accordingly, we proposed hypothesis 3
which is:

H3: Perception of organizational justice negatively affects the resistance to changes.

Daly and Geyer [25]found that the positive effect of communication on workers’ resistance to
change is mediated by perceptions of justice. In addition, providing accurate information during
the change process with the perception of justice will reduce the resistance to change [26]1t can be
concluded that the existence of accurate communication from the organization to it’s workers will



improve workers’ perception of organizational justice which finally decrease workers’ resistance
to change. Accordingly, we develop the fourth hypothesis which is:

H4: The effect of communication on resistance of change will be mediated by perception of
organizational justice.

5. Research Method

Thisstudy follows conclusive research procedure with descriptive cross-sectional single type.
Descriptive research is a type of conclusive research which has the main purpose of describing
something. Single cross-sectional is a study where a sample of respondents is taken from the target
population in which the information is also obtained once only [27]. In general, we want to
investigate the effect of communication onresistance to change and organizational justice, and the
effect of organizational justice on resistance to change, and lastly, we also want to investigate
whether perception of organizational justice mediates the relationship between communication and
resistance to change.

The sampling method used in this study is non-probability sampling with a type of purposive
sampling. Malhotra [27]states that non-probability sampling is subjective sample selection in
which researchers have personal judgment or sampling techniques that do not use the opportunity
procedure to choose, but are chosen based on the judgment of the researcher. Purposive sampling
according to Malhotra [27]is that respondents taken by researchers become samples because
researchers consider the sample to have information needed for the research. In this study,
researchers will only take samples of respondents with characteristics of working for at least one
year

The population of this study are the workers of Company ABC. The workforce consists of as

many as 365 people. Based on the calculation of the Slovin formula, it was found that the
minimum number of samples in this study were230workers. The questionnaires distributed by the
researchers were 290 sheets, and 260 were returned and can be processed for further analysis.
In this study, the measurement used Likert 1-6 scale, which contains statements for resistance to
change from Oreg [6]Organizational justice from Colquitt; [20]and change communication from
Postmes, Tanis, & De Wit [17]. Before conducting the field test, a pre-test was conducted to 30
respondents first which was processed using SPSS. The data collected in this study were processed
and analyzed using Structural Equation Modeling (SEM).

6. Research Result

The pre-test result of this study indicates that all indicators of the research variables are valid and
reliable. All indicators have KMO values, factor loading, and Cronbach alpha above the standard,
of which the KMO and the loading factor are above 0.5 and the Cronbach alpha is at least 0.6.
After conducting the validity and reliability test on the measurement model using SEM, it was
found that all indicators are valid and reliable. The validity test of the measurement model was
done by looking at the t-value from the standardized loading factor of each observed variable in
the model. The t-value must have a value of more than 1.64. In the analysis of the measurement
model, in addition to looking at the t-value, the standardized loading factor or SLF value was also
seen, where the SLF value must reach a value of 0 0.50 and if it can reach a value of > 0.70, it will
be more ideal (Hair, Black, Babin, Anderson, & Tatham, [28]). The analysis of the measurement
model show that the RMSEA value from this research model is 0.076 which can be considered as
good fit. A model can be considered as good fit if it has RMSEA value below 0.08.



After analyzing the measurement model, the next step is to analyze the structural model. In the
analysis of the structural model, we found RMSEA value of 0.058 which is considered as good fit.
The figure 2 will shows the structural model result.
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Fig. 2. Path Diagram of the Overall Model

In a one-tailed test, the relationship between positive latent variables that has the t-value > 1.645
shows that the relationship between the latent variables is significant, so the hypothesis

Table 1. t-value significance test result

No. | Path t-value Conclusion
Communication >
Resistance to

1 Change -2.20 Significant
Communication >
Perception of
Organizational

2 Justice 491 Significant
Perception of
Organizational
Justice >
Resistance to
3 Change -2.95 Significant

is accepted. Meanwhile, if the relationship between the latent variables is negative, then the
relationship between the latent variables can be significant and the hypothesis can be accepted if
the t-value is < -1.645. If the condition is not fulfilled, it indicates that there is no significant effect
on the other latent variables. Based on the picture 2, we can see the effect between communication,
perception of organizational justice and resistance to change which will be shown in the following
table.

Based on table 1 above, it can be concluded that the relationships between the latent variables
in this study is significant. Besides looking at the t-value to determine the significance, the
attribute of t-value (positive or negative) also determined the direction of the relationship between
one latent variable to another. If the relationship between latent variables is positive; t-value >
1.645; then the relationship will be positive. Conversely, if the relationship between latent
variables is negative; t-value is < -1.645; then the relationship will be negative. If the two
conditions are not met, then the relationship hypothesis will be rejected.

H1: Communication negatively affects the resistance to change.

From the hypothesis test result, it was found that the hypothesis 1 obtained a t-value of -2.20
which means that H1 is accepted since the t-value < -1.645. This result indicates that the



communication variable has a negative and significant effect on workers’ resistance to change.
From the result obtained, it can be interpreted that the higher the change communication score was
in the organization, the lower the workers’ resistance to change will be. Conversely, the lower the
communication score was as perceived by the worker, will increase workers’ resistance to change.
This finding is in line with the previous research conducted by Saruhan [7]that also found negative
and significant effect of communication on resistance to change.

H2: Communication positively affects the perception of organizational justice.

The result of this study found the t-value 4.91 which means that H2 is accepted. It indicates that
communication variable has a positive and significant effect on the perception of organizational
justice. From the result obtained, it can be interpreted that the higher the communication score was
as perceived by the workers, the higher workers’ perception of organizational justice will be.
Conversely, if the communication score is lower (perceived as in effective), the perception of
organizational justice will be worsening as well. This finding also in line with the previous
research conducted by Saruhan [7]

H3: Perception of organizational justice negatively affects the resistance to change.

The result of his study found also t-value of -2.95 for H3.Thus, H3 is accepted, because the t-value
is < -1.645. This result indicates that workers’ perception of organizational justice have negative
and significant effect on resistance to change. It can be interpreted that the higher worker
perception on organizational justice, will decrease resistance to organizational change. Conversely,
if the perception of organizational justice as perceived by the worker is higher, then the resistance
to change will be increase. This finding also in line with the previous research finding conducted
by Saruhan [7]He found that there was a negative and significant effect of perception of
organizational justice on workers’ resistance to change.

H4: The effect of communication on the resistance to change is mediated by the perception of
organizational justice.

This result found that the t-value of relationship between communication and perception of
organizational justice was 4.91, which means the relationship between communication and
perception of organizational justice is significant because the t-value is > 1.645. Therefore, the
relationship of perception of organizational justice to the resistance of change is also significant, in
which the t-value obtained was -2.95 < -1.645. A significant relationship of communication on
resistance to change through perception of organizational justice is a mediating or indirect effect
relationship. The indirect effect between the two variables occur when there is no direct arrow
between the two latent variables, but through one or more other latent variables according to the
existing path [20]. Thus, it can be concluded that hypothesis 4 is accepted because there is a
mediation or indirect effect of the communication variable on the resistance to change variable
through the perception of organizational justice variable.

7. Discussion

Based on the conclusions, it is proven that change communication has negative and significant
effect on workers’ resistance to change. In the results of this study, we found that the respondents
(workers of Company ABC) perceived change communication as relatively high during the



organizational change process. We also found that that vertical communication has lower mean
than horizontal communication.

Vertical communication occurs between different hierarchical level as form the managers to
subordinates. From the descriptive result we can see that the lowest mean score from vertical
communication is from the aspect of providing information about the organizational change. Lack
of information regarding matters related to organizational change can cause uncertainty among the
worker. This condition can lead to the tendency of employees to resist the ongoing organizational
changes. In order to overcome this, the change agents are required to be more proactive in
providing information regarding the organizational changes to all employees. The information
provided can be carried out by conducting more socialization, giving pocket books containing of
all information on the change process, and also conducting regular meetings to discuss the change
that can provide two ways communication.

Based on this study, it is also proven that the perception of organizational justice has a negative
and significant effect on resistance to change. Overall, from the descriptive analysis it was found
that the perception of organizational justice in the Company ABC shows that justice was
implemented during the change process and it was perceived as good. The type of justice of the
organization that has the lowest value in this study is related to distributive justice. Distributive
justice is related to the way the organization distribute resources or rewards to the workers.
Distributive justice which are need to be improved in this study are related to salaries, rewards,
evaluations, and promotions received by the employees which are perceived as not reflecting the
contributions given by the employees. This finding is very important to be considered by the
organization, since the perception of organizational justice significantly influential the
sustainability of the organizational change process.

Descriptive statistic of this research showed that the level of resistance to change at Company
ABC is quite high. The resistance to change is one of the obstacles in the process of organizational
change. In this study, there are four types of dimensions of resistance to change, which is routine
seeking that include the extent to which one enjoys and seeks a stable and routine environment.
Then, related to emotional reaction including some emotional reactions to changes that can cause
resistance to change. Next is the short-term focus including covering the extent to which
individuals feel uncomfortable with change in the short term compared to the benefits of change in
the long run. Finally, cognitive rigidity is an individual's reluctance to consider alternative ideas
and perspectives from change.

In this study, the highest mean value is shown on the dimension of short-term focus, this means
that when there is someone or some party who presses a worker to change something, they tend to
reject the change even though the employee thinks that the change can ultimately benefit the
employee, because they focused attention more on short term result rather than long term.

On routine seeking dimension, the result shows that workers prefer routines compared to
unexpected events in everyday life and show that employees prefer to do the same things rather
than trying new and different things. This indicates that workers tend not to accept changes and
things that are new. This indicates the tendency of employees within the Company ABC. This
problem needs to be taken seriously to prevent it from hampering the organizational change
process in company ABC.

There are two strategies that can be implemented to overcome the problem of resistance to
change. The change management team, should recognize the characteristics of employees better,
so they can understand what are the needs and desires of employees related to the process of
organizational change. The relationship between change agent and employee must also be well
established, so that if there are things to be conveyed from both parties, they can be conveyed well
through the right means.



In addition, as explained earlier, communication and perception of organizational justice are
important in affecting the resistance to change. Accordingly, communication especially the one
that regarding organizational change should be design carefully. Involving the employees in the
decision-making during organizational change process is also an important thing that needs to be
done by the organization. It should be done so that the employees can feel directly involved in the
process of change. In addition, the full involvement of employees in the process of change will
makes the employees do not feel threatened by the changes itself.

Based on the results of this study as a whole, it was found that resistance to change at company
ABC is significantly affected by communication and perception of organizational justice. Because
of this result, organization needs to consider and pay more attention to these factors to minimize
the resistance level of change in the organizational change process conducted at Company ABC.

8. Conclusion

Communication has a negative and significant effect on resistance to change. Communication
has a positive and significant effect on the perception of organizational justice. Perception of
organizational justice has a negative and significant effect on resistance to change. The effect of
communication on the resistance to change is mediated partially by the perception of
organizational justice.

9. Research Limitation
The following are some limitation of this research:

1. In this study, the sample was taken using convenient sample. The researcher did not have
the ability to distribute the questionnaire independently choose the sample. We asked the
help from HR department to distribute taken does not cover all units in the organization.
Therefore, this study has limitation in term of generalizability. In further research, it is
suggested to use other sampling method that can increase the generalizability of the
research.

2. This study only covered one organization. Again, this condition limits the generalizability
of this result. In future research it is suggested to conduct research from more that one
company.

3. The questionnaire used in this research was self-report. This type of questionnaire is prone
to bias.

4. This research only involved two variables, and there are other variables that can also
influence resistance to change. For future research it is suggested to add other variables
such as leadership, organizational trust, employee involvement, employee empowerment,
organizational culture, and others.
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